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of time taken to study. Thus, different people will take different amounts of 
time to complete any given VET qualification.
Students who successfully complete the requirements of a recognized course 
or qualification training package with a registered training organization are 
entitled to a certificate or diploma under the AQF. Status or credit for subjects 
or units of competency completed with another training provider, or through 
recognition of prior learning, should be taken into account when determining 
entitlement to a recognized qualification. In most instances, the certificate is 
issued by the registered training organization on application by the student.
The Korean government is trying to integrate workplace learning into the 
VET system through the amendment of the vocational qualification system. The 
Australian experience suggests that the reforms take place in the broader 
context of the VET systems in Korea.(yhlee@krivet.re.kr)
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Ⅰ. Overview
This study analyzes the state of human resources development(HRD) in 
private enterprises to identify the problems at hand. Based on this results, 
measures to promote and strengthen in-firm HRD are suggested.
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Ⅱ. Results 
The main findings of the study are as follows:
First, in advanced economies various efforts are underway to increase the 
functional flexibility of workers and allow firms to expand their range of tasks. 
This indicates that firms are investing in the education and training aspects of 
HRD to meet the rapidly changing economic environment.
Second, the developmental stages of in-house HRD programs were carefully 
analyzed to identify and remedy problems in the HRD programs of Korean 
firms. Since implementation of the Workers' Vocational Training Promotion 
Act, there has been a sharp decrease in basic training, with further training 
becoming the dominant form. In 1999, reemployment training for unemployed 
workers accounted for 72.1% of total government support, showing that the 
current vocational competency development program is ineffective in 
preventing unemployment.
Third, interviews with training personnel and a survey of 500 firms on 
in-house HRD practices were conducted to derive comprehensive measures for 
improving corporate HRD programs. According to the results of the survey, 
31% of companies had a separate department overseeing worker training, while 
47% designated authorities in times of need. This was particularly true of firms 
with less than 50 employees, in which a third do not have independent training 
departments or relevant personnel. In terms of budget distribution, 44.6% of 
firms reported that they do not have any particular standard. In most firms, 
training costs account for 1 to 5% of total wages.
The most often cited "field to train workers" industries were business, 
technological development, and field production technology. In the short to 
medium term(within the next five years), a decrease in the demand for workers 
in the business, field production technology, and office management sectors is 
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predicted. In contrast, the importance of workers in technological development, 
core professions, and international professions will increase. In terms of 
occupations, priority is given to the development of technical operators, 
personnel management, and quality control. The most desired traits in workers 
were creativity, information gathering and analysis abilities, and interpersonal 
skills.  In the short to medium terms, these skills, plus foreign language skills, 
were seen to be more critical.
Most in-house training programs are ones based on the worker's position 
and are intended for job upgrading. Only 36% of firms provide courses in 
computer literacy training, and 15.4% provide courses in education for 
internationalization. These results demonstrate that, despite the stated 
objectives, firms are slow in responding to "informationalization" and 
internationalization.
In general, the main targets of training programs were entry-level workers 
in the business department or mid-career managers. Although it is stated that 
priority should be given to the vocational development of field production 
technical workers, they receive very few training opportunities. In particular, 
their participation levels in internationalization and computer training were as 
low as 2.1% and 1.2%, respectively.
The most prevalent methods of training were in-house programs, seminars, 
and training programs at external institutions. The workplace was the most 
widely used training venue. Training that employs information technology, such 
as cyber-education, is conducted in less than 5% of the firms surveyed, which 
shows that vocational training in Korea has, so far, been unable to break the 
practice of institutional training.
Firms rely on outside professionals rather than in-firm instructors to train 
their workers.
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With the exception of basic training, most training programs are 24 hours 
in duration. On the other hand, 23.1% to 38.8% of training programs are under 
20 hours in duration, and, thus, are not recognized as training programs. As 
a measure to promote vocational training in firms, the removal of such 
restrictions should be considered.
It was confirmed that the smaller the firm, the less likely it is to engage 
in the training of its workers. The government should, therefore, focus on 
providing full support to small and medium-sized firms in its vocational 
competency development program, through institutionalized measures.
The general thrust of vocational competency development programs in firms 
involves the reorganization of tasks, circulation of workers into different 
departments, and support for qualification acquisition. Support measures for 
transferring or replaced workers are nearly non-existent. For instance, only 
0.8% of firms had training programs for starting businesses, and 1.4% 
answered that they run a retirement preparation course. The biggest problems 
for pursuing vocational training in firms are difficulties in developing effective 
training programs, finding qualified instructors, and evaluating the effectiveness 
of training.
In order to revitalize in-house HRD, firms need to establish a long-term 
vision and make a commitment to the management and strengthening of 
practical training. Large industries stress strategic vision, while small firms put 
their emphasis on practical training and governmental support. Irrespective of 
size, the participation of labor unions in HRD is limited, with active 
participation of labor unions in only 35% of firms.
To further strengthen HRD in firms, the government should significantly 
increase its support to small and medium-sized firms, set up training programs 
for the development of training courses and methods, and provide firms with 
effective training courses, free of cost.
100   2000 Research Abstracts  
Fourth, the status of incumbent workers' participation in training was 
analyzed in order to seek comprehensive measures to improve HRD in firms. 
In the past twelve months, only 38.7% of workers had participated in at least 
one training program. The most frequently cited reasons for not participating 
were the lack of suitable courses and a shortage of information. It is predicted 
that participation in training can be improved through firm requests, better 
dissemination of information, and the provision of suitable training courses, 
which demonstrate the importance of employer convictions towards HRD and 
training course development. In general, the performance of workers who have 
received training was comparatively higher than those who have not. This was 
especially true for internationalized education, which led to immediate and 
tangible results, such as promotions or acquisition of qualifications. The most 
effective method for acquiring work-related knowledge or skills is with the 
help of co-workers and senior workers. On-the-job training, however, is 
conducted out in an ad hoc and arbitrary manner.
Ⅲ. Suggestions 
Based on the findings above, this study outlines basic directives and specific 
measures for promoting and improving in-house HRD. The basic direction of 
policy guidelines should be based on the recognition that HRD is an important 
method for accumulating human capital within a firm. Thus, a shift in the 
perception of the management is critical, and uninterrupted support must be 
given to small and medium-sized firms. HRD should also be at the individual 
initiative of the workers for their own self-improvement.
Specific measures to improve the in-house HRD system of Korean firms can 
be divided in terms of the roles of each actor: the government, the firms, and 
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the workers. Beginning with the government, the priority of its vocational 
competency development program should be on preventing unemployment by 
enhancing the desirability (in terms of hiring) of incumbent workers. The 
government should also focus on small and medium-sized firms, and establish 
institutional measures to induce the active participation of smaller firms in the 
vocational training of their workers. An effort should be made to enhance the 
efficiency of the workers' vocational competency development system, based on 
the firm's initiative, by promoting basic training in firms. Support should also 
be given to initiatives by workers to develop their own vocational 
competencies. Financial support should be in the form of providing firms with 
the capacity to implement their own vocational training, rather than simply 
distributing training costs. The KRIVET must play a central role in providing 
the relevant training services to firms.
For their part, firms should work towards innovating their HRD structures; 
provide equal training opportunities to all workers; develop suitable training 
programs that take into consideration the firm's unique traits; participate in 
training programs that facilitate adjustment to trends in globalization and 
"informationalization"; actively utilize cyber-education; promote participation in 
training by linking training performance to tangible incentives; and cooperate 
with labor unions by allowing them greater involvement in the training affairs 
of workers.
The role of the workers can be summarized into two main areas. First, 
workers need to enhance their individual level of professionalism by acquiring 
essential language and computer skills. Workers should also actively plan their 
own careers and work to enhance their own desirability based on a lifelong 
plan of vocational competency development.(yhoh@krivet.re.kr)
